The present paper analyzes the effect of childbirth on Spanish women's decisions to withdraw from paid work, defined here as the transition from employment to out of the labor force due to the requirements of household production. Decisions regarding fertility and labor market participation are interrelated and depend on individual and household characteristics, as well as external variables such as the availability of childcare services. We postulate that a female's decision to leave the labor market is taken in a household context, and thus is the outcome which maximizes household welfare after taking into account the employment and earnings characteristics of all household members. We pay special attention to the effect of the male partner's characteristics upon the female's decision to withdraw from the labor market. Our empirical results show that in order to better define social and labor market policies on work and family reconciliation, increased attention should be paid to the job characteristics of males given their effect on the optimal assignment of tasks within the household following childbirth.
Introduction and background
The gradual incorporation of women into the labor market characterized all developed economies during the second half of the twentieth century, leading to a continuous increase in female employment rates. The rise in the educational levels of women and, consequently, the higher opportunity cost of household production, are the main explanation for this secular trend.
Not only have employment rates been affected by higher investment in female human capital, but also other social transformations have occurred. The postponement of marriage and maternity or the fall in fertility rates demonstrate that the increasing rate of return of female paid work has a far-reaching impact on modern society.
While the increasing female employment rate has helped to reduce the existing gender gap, some key differences still persist, particularly when we explore male and female employment rates across the life cycle from a household perspective. According to Eurostat figures for the 1 , the employment rate for childless women aged 20-49 is 75%, but for women with children under 12 months this rate is only 60%. By contrast, the employment rate for childless men is higher (86%); a rate that is even higher (91%) if they have children under one year old.
These figures can be explained coherently by the fact that some women leave the labor market following childbirth (Becker, 1965) . This "return to the home" may be related to strong female preferences for children as some authors have pointed out (Carrasco, 2001; AlvarezLlorente, 2002; De la Rica and Ferrero, 2003; Gutiérrez-Domènech, 2008) . Nevertheless, in most cases the explanation lies in the difficulties involved in reconciling work and family following childbirth (see OECD, 2007 OECD, , 2011 Eurostat, 2007) .
In this paper we explore the factors surrounding this "return to home" decision. We aim to analyze the effect of childbirth on women's decision to leave the labor market not as an isolated choice but as the result of a collective decision of a couple that reallocates their time after maternity. In particular, we study the effect of childbirth on the probability of transition from employment to out of the labor force 2 due to housework reasons as these are the only ones related with the production of home services and thus the only reasons that could be associated to difficulties in reconciling work and family.
Among the determinants of women's probability of leaving the labor market, we pay special attention to the effect that the male partner's job characteristics could have on this probability. As Mincer (1962) originally pointed out, the relative characteristics of the partners' employment have a relevant effect on women's decisions regarding their labor market participation. Nonetheless, to the best of our knowledge, these characteristics have not been sufficiently explored in the empirical literature 3 . Regarding such characteristics, we not only consider husband's wage as is common in the literature, but also analyze the effect of some covariates related to the existence of restrictions on the time that partners can dedicate to household production. Our initial hypothesis is that, after controlling for other relevant variables, the partner's job characteristics will have a non-negligible effect on the female's employment decision following maternity.
The interdependencies of decisions taken within the household have received increasing attention in theoretical and empirical economics since the seminal work of Mincer (1962) and the introduction of the collective approach to household behavior by Chiappori (1988 Chiappori ( , 1992 Chiappori ( , 1997 ) and Apps and Rees (1988) . Under the collective model of household behavior, once the decision to have a child has been taken, both members must decide how much time should be reallocated to labor market activities, household production and leisure time in order to maximize household utility. As having a child increases the consumption of household resources, previously optimal decisions of household members regarding time allocation will be altered by the birth decision. As Rapoport et al. (2011) and Rizavi and Sofer (2010) point out, the impact of a child on the reallocation of time in a collective model among household members is not identical. When children are present, mothers and fathers increase their total hours of work (paid and unpaid work). Nonetheless, women strongly reduce market work, while fathers do not. One possible outcome of intra-household time reallocation is that one parent withdraws from the labor market and dedicates all of his (her) non-leisure time to household production (childcare). The findings of Fernandez-Val (2003) for the Spanish case confirm this view. Specifically, he shows that fertility variables are highly significant for women and have a negative impact on the female labor supply, but are not significant for men. It seems clear that, following childbirth, men and women re-evaluate their previous decisions concerning paid and unpaid work in an asymmetric manner.
The way that household members reallocate their time (among paid and unpaid activities) after maternity bears a close relationship with the gender wage gap. When there are wage differences between members of a household it may be fully rational that the individual with lower earnings will leave the labor market following maternity, while his (her) partner will increase his (her) time in paid work. This is the original idea of Mincer (1962) , who argues that it is more likely that the wife will leave her job after childbirth if the male partner's income is higher. Nonetheless, other authors such as Rizavi and Sofer (2010) have raised an interesting issue. They find that the more a woman's partner earns relative to her, the less housework she performs. In addition, as these authors remark, the woman's wage also has a positive and significant impact upon external help. One possible reason for their result is that as the intensity The final publication is available at http://link.springer.com/article/10.1007/s11150-012-9151-z 4 of women's investment in their career increases, housework is substituted partially by men and partially by some kind of external paid help.
Although in a partial equilibrium analysis with exogenous wages the higher the wage gap, the more likely a woman is to drop out of the labor force following childbirth, the logical question is what causes it. Unsurprisingly, one of the most commonly cited causes of the gender wage gap is the transition from employment to out of the labor force following childbirth. As Apps and Rees (2005) note, differences in earnings and employment between the sexes can be due to life cycle variations in time use (paid/unpaid work). In a similar vein, Gunderson (1989) argues that the differing childcare responsibilities of males and females may produce gender wage discrimination. Walfogel (1997) states that such gaps can be partially explained by a human capital argument. Since women with children spend longer periods out of the labor market, their labor market experience and hence their level of human capital accumulation
declines. The empirical literature shows that wage gaps are also observed between females with and without children. For instance, Molina and Montuenga (2009) compare the wages of mothers and non-mothers in the same period of time and find a wage penalty of about 9% among mothers even after controlling for unobserved heterogeneity. Using data from the Spanish Continuous Sample of Working Histories, Fernandez-Kranz and Rodriguez-Planas (2010) find that "mothers to be" compared to non-mothers present relevant increases in their wages several years before their first child, while their earnings after giving birth decrease in a significant manner.
Once the decision to have a child has been taken, other variables affect the optimal decisions regarding intra-household time allocation, namely the availability and cost of externally provided childcare services and the institutional characteristics of the labor market affecting job security.
The availability and cost of childcare services significantly affect women's decisions concerning non-market time versus time spent on paid work. One of the most commonly adopted social policy measures aimed at reducing gender inequalities is the provision of greater opportunities to combine market work and childbearing. Such policies reduce the cost of childcare services directly via subsidies or public childcare services, and indirectly through flexible working arrangements (part-time work, telework, etc.), thus allowing households to reduce their need for external childcare services while simultaneously maintaining the parents' sources of income. The explanatory power of these social policies have been demonstrated in empirical models of female labor supply. Del Boca et al. (2009) highlight that social policy differences across European countries partially explain the differences observed in women's labor market participation. Moreover, Kögel (2004) states that the increase in the availability of childcare services has been an important factor in converting the relationship between women's participation and fertility rates from negative to positive. Additionally, it has an effect not only
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Finally, variables related to job security are also likely to affect female labor market participation and maternity decisions. These variables have received increased attention in recent empirical literature. Among them, the type of contract is the most cited (see for example Ahn and Mira, 2001; De la Rica and Iza, 2005; Esping-Andersen et al., 2007; Baizán, 2009 and García-Ferreira and Villanueva, 2007) . Besides being more unstable, jobs with fixed-term contracts are usually paid less, thus reducing the opportunity cost of renouncing this type of jobs. In such cases, we would expect that women working with a temporary contract would be more likely to leave the labor market, especially after giving birth. This is particularly relevant in Spain due to its highly segmented labor market 4 . For the same reasons we could expect unstable labor situations to have a negative effect on maternity decisions. The clearest evidence of this feature for the Spanish case was found by De la Rica and Iza (2005) , who illustrated that childless women with fixed-term contracts delay their entry into maternity longer than those with permanent contracts.
In summary, we analyze the effect of childbirth on female labor market withdrawal decisions taking into account all these factors. The empirical analysis is based on microdata from the Spanish Labor Force Survey, which is the most appropriate statistical source for the analysis of labor market characteristics in Spain. This survey offers highly detailed information on the employment situation of all family members, as well as very rich information on household characteristics.
Furthermore, in order to account for the possible endogeneity surrounding the decision to have a child (see, among others, Bover and Arellano, 1995; Carrasco, 2001; AlvarezLlorente, 2002; De la Rica and Ferrero, 2003; Gutierrez-Domènech, 2008; Baizán, 2009 and Angrist and Evans, 1998) , we follow Del Boca et al. (2009) and jointly estimate labor market withdrawal and maternity decisions using a bivariate probit model.
The paper is structured as follows. Following this introduction, Section 2 explains the database and variables and Section 3 presents a descriptive analysis of the job withdrawal decision. Section 4 and Section 5 describe the econometric approach and discuss the empirical results, respectively. Lastly, Section 6 concludes.
Data and variables
The empirical analysis presented in this paper is based on microdata from the Spanish Labor Force Survey (Encuesta de Población Activa, EPA hereafter). The EPA is a quarterly survey which targets households and is the most important statistical database for the analysis of labor market characteristics in Spain. The sample comprises 60,000 households per quarter and involves approximately 180,000 individuals. Consequently, the EPA contains highly comprehensive information on the personal and labor characteristics of each household member and on household characteristics (see Garrido et al., 2000) . The majority of the information in the EPA refers to the reference week, but the survey also includes several retrospective variables concerning the labor situation and job characteristics in the previous year. Our subsample consists of Spanish women aged 20 to 44 years cohabiting with their husbands (or partners) as either the householder or the householder's partner. As we have mentioned previously, we are interested in the effect that the male partner's job characteristics have on women's labor market withdrawal decisions. Thus, we only consider women whose partner is employed during the reference week (t), which represents 93% of the initial subsample 6 . In addition, this selection allows us to guarantee that there is at least one labor income in the household.
We consider that a woman has decided to leave the labor market if she is out of the labor force due to housework reasons in the reference week of the survey (period t) and she declares that she was working one year ago (period t-1). It is necessary to mention that individuals who are on parental leave during the reference week are considered to be employed in the Spanish Labor Force Survey. As we pointed out previously, we only focus on housework reasons because these are the only reasons that can be associated to the existence of difficulties in reconciling work and family. 6 As we would expect, previous versions of the model presented here show that if the male partner is unemployed or out of the labor market, their wives would be less likely to leave the labor market. This result is coherent with previous studies such as Heckman and MaCurdy (1980, 1982) or Stephens (2002) , who find that husbands' unemployment has a positive effect on female labor supply.
women to leave their jobs. The final subsample consists of 29,534 women 7 with the characteristics mentioned above.
The variables used in the empirical analysis are summarized in Table 1 and classified into six categories: personal characteristics, having a newborn and other household characteristics, male partner's job characteristics, women's job characteristics and the availability of childcare services.
Personal characteristics include age (5 categories) and educational attainment (primary or less, secondary and tertiary). Having a newborn is a binary variable that is equal to 1 if we observe in period t that a woman has a child under twelve months of age and zero otherwise.
This implies that for women with a newborn in period t, the childbirth occurred between period t-1 (one year prior) and period t (reference week).
Among household characteristics, we consider the existence of other children and their ages as well as a dummy indicating if there are grandparents cohabiting with the couple. We also include marital status as a proxy of the degree of mutual commitment to the union.
Our analysis primarily focuses on the effect that the male partner's job characteristics have on the probability of a woman deciding to leave the labor market. Among these characteristics we consider two types of variables: the male partner's income and some covariates related to the existence of restrictions on the time that they can dedicate to childcare and housework. As the EPA unfortunately offers no information regarding wages, we estimate the male partner's earnings as a wage equation using microdata from the Spanish Structure of Earnings Survey (EES). As covariates, the estimated wage equation includes the male partner's age (and its square), detailed educational attainment, seniority, hours worked weekly, full-time or part-time worker, type of contract, workers of a private or public company, occupation (17 categories) and regional dummies (18 regions, Eurostat Nuts 2 level). After estimating the male partner's earnings, we group this variable into six categories 8 .
Two binary variables indicate if the male partner has time restrictions for household production: a dummy indicating whether the male partner has lengthy working hours (more than 40 hours per week) and another dummy indicating if he works outside the region of residence (52 regions, Eurostat Nuts level 3).
7 If we were to consider all the reasons for being out of the labor market, our subsample would comprise 29,740 women (206 additional women). This implies that 0.69% of employed women at t-1 are out of the labor market in t for reasons other than household production (studying, retired, disability, being a pensioner and others). As a check of robustness we have also estimated the model considering all possible reasons for being out of the labor force. The results are in line with those presented in this paper (see Appendix 2). 8 To control for the potential distortions of this approach on the estimated coefficients, we also estimate the probability of labor market withdrawal by including variables which proxy the male partner's earnings. The results are available upon request from the corresponding author. Household characteristics (t) Other children  Youngest child aged 1-2 (dummy variable equal to 1 if the youngest child is aged 1 to 2 years old)  Youngest child aged 3-5 (dummy variable equal to 1 if the youngest child is aged 3 to 5 years old)  Youngest child aged >=6 (dummy variable equal to 1 if the youngest child is aged 6 years old and over)  No children (dummy variable equal to 1 if the woman has no children) Married couple (dummy variable equal to 1 if the woman is married) Grandparents in the household (dummy variable equal to 1 if there are grandparents living in the household)
Partner's job characteristics (t)
Estimated earnings (6 dummies)  < €15,000  €15,000-€25,000  €25,000-€35,000  €35,000-€45,000  €45,000-€60,000  > €60,000
Restrictions on time to dedicate to household production  Long working hours (dummy variable equal to 1 if the husband has long working hours)  Working in another region (dummy variable equal to 1 if the husband works in a region other than that of residence) Regarding women's job characteristics we include occupation (4 categories), class of worker (non-employees, public and private workers), industry (4 categories) and several
Women
Review of Economics of the Household (2012), 10 (3): 441-468 The final publication is available at http://link.springer.com/article/10.1007/s11150-012-9151-z 9 variables related to job security, all of which refer to the previous year (t-1). Following a similar procedure 9 to the one proposed by Gutiérrez-Domènech (2005), we have classified occupation into four categories attending to the estimated earnings (high, moderate, low and very low). As regards job security variables, the empirical literature has shown that the type of contract is a very relevant variable in explaining withdrawal from the labor force. Nevertheless, type of contract is not included among the retrospective variables of the survey. Since the rate of permanent contracts grows exponentially with seniority, we use seniority 10 to proxy stable connection to employment, and hence job security. Regional rate of jobs with fixed-term contracts and regional unemployment rate are also included among the variables related to job security. Both variables are measured at the regional level (52 regions) for women aged 20-44.
Finally, as Baizán (2009), we measure the coverage ratio of childcare services in the place of residence as the ratio of total (public and private) kindergarten places for children aged 0-2 over the total number of children aged 0-2 in the region of residence (52 regions).
Descriptive analysis
In this section we explore the job withdrawal ratio among the different variables, focusing on the effect that having a newborn has on this ratio. The results are provided in Table   2 , where columns 1 and 2 also show the main characteristics of the sample. Starting with these characteristics and as can be seen, 7.5% of the women in our sample have a newborn baby (2,202 women), another 70.7% have children over the age of twelve months, and the remaining 21.8% are childless. The majority of the women are married and have tertiary studies, while a large number have only primary studies. Regarding male's job characteristics, the majority of the women's partners earn an estimated salary of €15,000-€25,000 euros, while only 15% of them earn more than €35,000. As regards the male partner's time restrictions it is worth noting that one out of four works more than forty hours a week, while only 3% works in a province other than that of residence. In terms of women's job characteristics, most of them work as employees: 58% in the private sector and another 27% in the public sector. Nearly 40% of women have less than three years of seniority and the majority of them work in low or very low paid occupations. Finally, one out of three women lives in a region where the rate of kindergarten places is lower than 5%.
Focusing now on the job withdrawal ratio (JWR hereafter), we have defined the JWR as the percentage of women who being employed in t-1 have withdrawn from the labor market and are therefore out of the labor force in t. Columns 3 to 6 in Table 2 provide information on this JWR, which is close to 6% for the entire sample. The last column shows the relative ratio between the JWR for women with a newborn baby and childless women. As we can see, the JWR is 19.2% for women with newborns. This is almost 5 times higher than the JWR for childless women and nearly 4 times higher than mothers with children over one year old.
Examining this JWR along the different characteristics, we can observe in all cases that having a newborn significantly increases the percentage of women that withdraw from the labor market after having a child, but the intensity of the effect depends on the observed characteristics. In addition to the well-known effects that personal characteristics have on women's labor market decisions (the JWR decreases with age and education), other variables play a relevant role in women's decisions to leave the labor market.
Starting with the male partners' job characteristics, the descriptive analysis suggests an inverse relationship between the female JWR and male earnings. This effect is clear for the lowest-paid groups for which the female withdrawal ratio is over 10% and falls to around 4%
for the rest of cases. Once more the JWR grows significantly when there is a newborn: in this case women whose partners have a low income display a JWR close to 30%, which falls to 15%-20% for other wage groups. A priori, these figures contrast with the general finding in the economic literature of a negative relationship between male partners' earnings and women's labor market participation. As we will explain below in section 5, several explanations could support this inverse relation. One possible argument is that if the husband's wages are high, the family income will increase and they will be more likely to pay for external childcare services and, as a consequence, women will not need to leave the labor market after childbirth.
In addition, the figures suggest that if husbands (or partners) have restrictions on the time they can dedicate to housework, this will affect women's decisions to leave the labor market. In general terms, withdrawal increases if the male partner works more than 40 hours per week or if he works in a province other than the one of residence. If they have a newborn, data
show that women whose husbands have long working hours have a JWR which is 9 percentage points higher than women whose partners work less than 40 hours a week. This difference is especially relevant if we take into account that around one out of four of households in the sample are in this situation. If the husband works outside the region of residence, having a newborn increases the JWR to nearly 26%. Once more, the figures are important, although this characteristic only affects 3% of households. In any case, when focusing on the relative JWR, the effect of childbirth seems to be higher if the husband has long working hours than if he is working in another province. 
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Other variables seem to have a relevant effect on women's labor market withdrawals.
The data on women's job characteristics show an inverse relation between wages (proxied by occupation) and labor market withdrawal, which can be explained by the higher opportunity cost of leaving the labor market for those women with high wages. As in the other cases, the JWR increases significantly when there is a newborn, and is higher than 36% for women working in very low paid jobs. Nevertheless, when we compare women with newborns to childless women the JWR increases in a relevant manner (almost 7 times higher even when the women work in a high paid job). Concerning the class of worker, and consistently with the feature that public sector working conditions are more compatible with childbearing, we observe that public sector workers display the lowest JWR. For women with newborns, the difference between private and public sector workers is far greater: over 25% for the former and less than 8% for the latter. Considering seniority, women with less than one year of seniority have the highest JWR, although it is also high for women whose seniority is between one and three years 11 . This is consistent with what we would expect as lesser seniority is related to a lack of job security and, consequently, higher unemployment risk. In all cases, the JWR increases significantly for women with a newborn, especially for shorter periods of seniority.
Finally, we can also see that job withdrawal falls as the ratio of regional kindergarten places increases, thus suggesting that a higher provision of childcare services could allow women to remain employed and better combine paid work and family.
To summarize, the descriptive analysis presented here shows that having a newborn baby greatly increases the percentage of women that leave their jobs after childbirth. Apart from women's personal characteristics, the figures suggest that husbands' job characteristics have a non-negligible effect on women's decisions to leave the labor market. Specifically, women appear to be less likely to leave their jobs if their husbands' earnings are high, probably because this would allow them to buy external childcare services. On the other hand, if their husbands work long hours or if they work outside the region of residence, their wives will also be more likely to leave their jobs. The effects of women's job characteristics are the expected ones as higher wages or better working conditions reduce the job withdrawal ratio. In addition, the greater availability of childcare places appears to reduce the job withdrawal ratio.
11 During the period of analysis the maximum duration of a fixed-term contract in the Spanish legislation was three years.
Econometric approach
The empirical model we estimate in this section establishes that a woman's decision to leave the labor market depends on observed individual characteristics, having or not a newborn and other household composition variables. From a household perspective and taking into account the relevant effect that the male partner's job characteristics could have on females' labor market decisions, the model also considers husband's earnings and variables related to restrictions on the time they can dedicate to household production as covariates. Finally, woman's job characteristics (especially those associated to job security and working conditions) and the availability of childcare services are included as explanatory variables.
In particular, the female decision to withdraw from the labor market is defined by the latent variable J i * as:
where V i is the row vector of personal characteristics, B i is the variable indicating if the female has a newborn in period t, H i comprises factors regarding household composition, P i is the vector including the male partner's job characteristics and E i the ones related to a woman's job characteristics at t-1. Finally, C i denotes the availability of childcare services and i 1  is an error term.
We define the indicator variable as J i =1 if the latent variable J i * >0 for cases in which an employed woman in t-1 is out of the labor force (due to household production reasons) in period t, and as J i =0 if she remains employed. In such cases we estimate
, where the parameter  B measures the effect of childbirth on this transition from employment to out of the labor force.
As having a baby is not an exogenous decision, in order to control for the potential endogeneity of the variable B i , the empirical model includes another specification for the childbirth decision. As in standard models of fertility, the explanatory factors included in the equation for the maternity decision comprise personal, household characteristics and male partner's earnings. However, as we pointed out in the introduction, there exists empirical evidence about other variables affecting childbirth decisions. Thus, the specification of a woman's decision to have a baby also includes other covariates related to job security as well as other woman's job characteristics and the availability of childcare services. Finally, the specification for the maternity decision also includes other job aspects of the male partners. Thus, the childbirth decision is defined by the latent variable B i * as: 
As the labor market withdrawal decision and the maternity decision are interrelated, we assume that both  1i and  2i are identically distributed as a standard bivariate normal distribution with correlation . This correlation reflects the interrelations between labor market participation decisions and childbirth decisions. As the two error terms  1i and  2i are correlated, we estimate the joint probability of labor market withdrawal and childbirth by equation [3]:
where F  is the bivariate normal distribution function with zero means, unit variance and correlation .
Results
In this section we discuss the results of the joint estimation of the female job withdrawal decision and the maternity decision expressed by equation 3. These results are given in Table 3 . In general terms, the econometric results point in the same direction as the descriptive analysis. Even after controlling for other observed variables affecting women's decisions to leave the labor market, having a newborn significantly increases the probability that a woman will decide to leave her job. While the descriptive analysis showed that childbirth increased the Review of Economics of the Household (2012), 10 (3): 441-468 The final publication is available at http://link.springer.com/article/10.1007/s11150-012-9151-z 15 job withdrawal ratio, the econometric results show that, once we take into account other factors, the difference in the probability between women who have a newborn and childless women remains positive and quite significant. As can be seen in Table 3 (columns 3 and 7), the estimated marginal probability of withdrawal is 6.2 percentage points higher for women with newborns than for childless women, and rises to about 10 percentage points if we consider the marginal effects on the conditional probability, thus reinforcing the convenience of considering the endogeneity of having a baby. These results are consistent with previous studies of the Spanish female labor supply. For example, De la Rica and Ferrero (2003) find that female labor participation is lower for women with newborns, but the effect is much higher when they take into account the endogeneity of the fertility variable. In addition, women with children over one year old are also more likely to leave their jobs. Furthermore, it can be seen that the younger the child, the more likely women are to withdraw from labor force. Regarding the childbirth decision, as expected, the existence of other children in the household has a negative and highly significant effect on the probability of giving birth, and is stronger as the number of other children increases.
Concerning the other factors surrounding both probabilities and for expositional purposes, we first describe the main findings related to husbands' job characteristics and then those referred to the women's job characteristics as well as childcare services. Finally, we briefly discuss the effects of the other variables.
In line with the descriptive analysis, the results confirm that male partners' earnings have a negative effect on female labor market withdrawal. This result contrasts with Mincer (1962) , who postulated that the higher the male partner's income, the more likely the wife would be to withdraw from her job after childbirth. Two possible explanations can account for the inverse relation we observe between male wages and female participation. On the one hand, if the husband's wages are high, the household income will increase and they will be more likely to pay for external childcare services. Consequently, women will not need to leave the labor market as the household childcare needs can be covered by means of paid external help.
On the other hand, an alternative explanation could follow from the assortative mating theory. As women and men are matched positively in couples, women in couple with men who earn more are also likely to earn more, making women more prone to remain in the labor market after childbirth. Focusing on the specific estimated marginal effects and taking as the reference category households with the lowest estimated income, the estimations show that for all other income groups women are less likely to withdraw, although the difference is only significant for partners with an estimated salary lower than €25,000.
With respect to the maternity decision, the effect of husbands' labor income shows a positive effect on the maternity decision. This is in line with the theoretical and empirical literature as having a child is a costly decision and, all else being equal, a higher income would allow families to have more children. Nevertheless, the estimated coefficient is only significant for earnings under €45,000.
A noteworthy result is that male partners' working conditions have a very significant effect on women's decisions to withdraw from the labor market. Our empirical results show that male partners' working conditions have an important and highly significant effect on the probability of the female partner leaving the labor market as these working conditions determine the amount of time that male partners can dedicate to childcare and housework. Obviously, the time that husbands spend on childcare depends on their preferences, but also on their job characteristics. As we stated earlier, our analysis focuses on the time that male partners cannot dedicate to childcare due to family-unfriendly jobs.
Specifically, the econometric results indicate that if the male partner has long working hours, the probability of the wife withdrawing increases by about 1.5 percentage points. This effect increases if he works outside the region of residence, as in this case his wife will be 4 percentage points more likely to withdraw. These results reinforce the conviction that family policies must take into account not only working women, but also the male population as tough working conditions for men negatively affect women's possibilities for reconciling work and family, thus prompting women to quit their jobs. Nonetheless, neither a husband with long working hours nor one working in another region has a significant effect on maternity decisions.
As concerns women's job characteristics and consistently with the higher opportunity cost of leaving the labor market when earning high wages, the probability of withdrawal is lower as the wage increases, and is very significant for all the occupational groups. The class of worker has an important and strongly significant effect on the probability of labor market withdrawal. Compared to private sector workers, public sector and non-employees are less likely to withdraw. The marginal effect in the conditional case for both of them is 3.1 percentage points over the reference group. This could be related to better working conditions in the public sector such as more flexible hours, which make it easier for people to combine work and family (see, for instance, Amuedo-Dorantes et al., 2010) . For the same reason, we would expect that women working in the public sector would be more likely to have a newborn.
Nevertheless, and despite the fact that the estimated coefficient is positive, it does not appear to have a significant effect on childbirth decisions. This finding is similar to that of EspingAndersen et al. (2007) when determining the likelihood of second births.
As regards factors related to job security, our results point out, as expected, that higher levels of job security reduce the probability of leaving the labor market and increase the probability of having a child. Specifically, seniority in the firm has a negative effect on the likelihood of job quitting. The estimated marginal effect conditional to having a child predicts that a woman with five additional years of seniority will reduce her probability of labor dropout by 3.5 percentage points. In addition, higher levels of job security (longer periods of seniority) improve individuals' confidence about their future income, thus increasing the probability of having a baby, which is in line with the results of De la Rica and Iza (2005) as well as Ahn and Mira (2001) . In the same vein, living in a region with a high percentage of fixed-term contracts increases the probability of job withdrawal. On the other hand, a high unemployment rate reduces the probability of women's labor market withdrawal. A possible explanation for this feature is that when the unemployment rate is high, women know that if they leave their jobs it will be more difficult to return to the labor market. This is a relevant issue as it indicates that in many cases the labor market withdrawals that we are observing are not permanent. In this sense, family policies such as maternity leave appear to be an accurate measure to allow temporary withdrawals and ensure labor market re-entry. In contrast, we do not find that the quantity of fixed-term contracts or the unemployment rate have any effect on the probability of having a child. This coincides with the results of Ahn and Mira (2001) , who find that the increase in the Spanish unemployment rate has had a negative effect on age at marriage, but a much lower effect on the probability of maternity.
Concerning the regional provision of childcare services, our empirical estimations show that a higher provision of childcare services decreases the likelihood of job withdrawal. Similar These results could have important implications: increasing the number of kindergarten places seems to be an effective measure, but only if it achieves a minimum rate, which we have estimated at around 10%. Nonetheless, the marginal effect for regions with 10%-25% and 25%
and over compared to the reference category is approximately the same, thus suggesting that a more than 25% increase in the provision of childcare services will not reduce female labor market withdrawal. On the subject of how the availability of childcare services could affect the probability of having a child, similar to Del Boca et al. (2009) but contrary to Baizán (2009), we do not find a significant effect.
Focusing on the rest of the variables, the results regarding the effects of age and education are consistent with the well-known effects from previous literature (see, for instance, Dex et al., 1998 and Gutiérrez-Domènech, 2005) . The probability of withdrawing from the labor market is reduced with age and education due to the higher opportunity cost of labor market withdrawal since human capital accumulates with both age (labor experience) and educational attainment. Log pseudolikelihood = -12001.038 *Statistically significant at the .10 level **at the .05 level ***at the .01 level The regressions include a constant term, 3 dummies for industry, 16 regional dummies and 3 dummies for period. (a) Measured at regional level (provinces, Nuts3) for women aged 20-44 (b) Measured at regional level (provinces, Nuts3) from Ministry of Education (www.mec.es) (c) Reference group in the marginal effects calculations: No children, married, no grandparents in the household, partner's estimated earnings €15,000-€25,000, partner working in the same province of residence and under 40 hours per week, 25-29 years old, secondary studies, low-income occupation, private sector employee, working in service sector, 7.4 years of seniority in the firm (mean), living in a region (Nuts3) with 40% fixed-term contracts and an unemployment rate of 16%, living in a region (Nuts3) with a 10%-25% ratio of 0-2 year kindergarten places. The reference region (Nuts2) and period of reference are Andalusia and 2001, respectively. Concerning the probability of having a child, our data show a positive effect of age for women under 35. This is in line with the postponement of marriage and maternity observed in most advanced economies, which is mainly explained by the increase in female labor force participation 12 . Regarding education, our estimations show an interesting result as women with higher levels of education appear to be more likely to have a child. Although this result contrasts with the traditional inverse relationship between education and fertility, it points in the same direction as some recent empirical evidence which claims that this relationship has become positive in several countries 13 . For instance, Baizán (2009) finds that women with a low educational level have significantly higher rates of first birth, while the effect is exactly the opposite for second and higher-order births.
Finally, being married has a small positive effect on the probability of leaving the labor market, while the stability of the couple represented by marriage has a clearly positive and highly significant effect on the childbirth decision 14 . Despite the results of Alba-Ramirez and Alvarez-Llorente (2004) concerning the presence of grandparents in the household, we do not find that this has a significant effect on the probability of job withdrawal. This non-significance could be related to the reduction in the percentage of grandparents cohabiting with their families, but also to the fact that we cannot consider whether there are grandparents living near the household but not in it.
Summing up, the analysis of the factors surrounding the decision of a woman to leave the labor market show that having a newborn continues to exert a clearly negative effect on women's employment situation, as women with newborns are much more likely to withdraw from the labor market. Several factors, such as the woman's personal and job characteristics, have a significant effect on this decision. In addition, once we control for all these factors, we find empirical evidence that the male partner's job characteristics have a significant effect on women's labor market decisions, especially if the husband has long working hours or if he works in a region different than the one of residence. If women's labor market decisions are affected by the non family-friendly working conditions of their partners, measures aimed at reconciling work and family should take account of both women and men. 12 Other authors, such as Oreffice (2007), have also highlighted the delay and reduction of fertility caused by birth control technologies and abortion laws. 13 See Esping-Andersen et al. (2007), Kögel (2004) and Ahn and Mira (2002) for a review of the change in the relationship between fertility and education. 14 We also have estimated the model for the subsample of married women and the results are very similar (see Appendix 1). Due to the lack of observations, we have not estimated the model for the subsample of non-married women.
Conclusions
In this paper we analyze the effect of childbirth on the probability that a woman will decide to leave the labor market in Spain. We use pooled, cross-sectional microdata for the period 2001-2004 drawn from the Spanish Labor Force Survey. In particular, we analyze the effect of having a child on the transition from employment to out of the labor force due to housework reasons since this transition is the only type which can be related strictly to difficulties in reconciling work and family. We pay special attention to the effect of the male partner's characteristics on withdrawal decisions. As childbirth is not an exogenous decision, we jointly estimate the probability of job withdrawal and the probability of giving birth using a bivariate probit model.
Our first result is that despite recent improvements in the availability of facilities for women to reconcile work and family, having a newborn continues to have a negative and very significant effect on women's labor market decisions.
Among the factors affecting this decision, the male partner's job characteristics have a relevant effect on women's employment decisions. First, the empirical results show, in general terms, a negative relationship between husbands' income and women's probability of job quitting. This suggests that if the household income is high enough to afford the market price of childcare services, women will decide to continue in the labor market after childbirth. Another possible explanation is that as women and men are matched positively in couples, women in couple with men who earn more are also likely to earn more, thus increasing their opportunity cost of leaving the labor market.
Second, and as a confirmation of the interdependence of the labor supply decisions of household members, the results show an empirical connection between the time that male partners can dedicate to childcare and women's decisions to withdraw from the labor market.
All other things equal, the results show that if the male partner works long hours or if he works outside the region of residence, his female partner will be more likely to leave the labor market.
Attending to this result, family policies should focus greater attention on male working conditions.
As other authors have pointed out, women's job characteristics proved to be highly relevant and significant in determining the probability of job withdrawal. Women working in high paid jobs or in a family-friendly environment such as the public sector will be less likely to withdraw from the labor market since public sector employees in Spain are well protected and benefit strongly from reconciliation policies. Job security is another relevant issue for female workers. According to other studies, our empirical results show that women with longer periods of seniority, who are also more likely to have a permanent contract, have a lower probability of job withdrawal.
Finally, the estimations show that the availability of childcare services has a negative and significant effect on the probability of female labor market withdrawal. Nevertheless, the results we obtained suggest that increasing the availability of kindergarten places is not an accurate measure in all cases. Specifically, our results suggest that the effect on the probability of job withdrawal is only significant when the percentage of kindergarten places increases to 10%, but increasing the places above 25% does not lead to additional reductions in the probability of job withdrawal. chi2(1) = 6.85111 Prob > chi2 = 0.0089 *Statistically significant at the .10 level **at the .05 level ***at the .01 level The regressions include a constant term and 3 dummies for industry, 16 regional dummies and 3 dummies for period (a) Measured at regional level (provinces, Nuts3) for women aged 20-44 (b) Measured at regional level (provinces, Nuts3) from Ministry of Education (www.mec.es) (c) Reference group in the marginal effects calculations: No children, no grandparents in the household, partner's estimated earnings €15,000-€25,000, partner working in the same province of residence and under 40 hours per week, 25-29 years old, secondary studies, low-income occupation, private sector employee, working in service sector, 7.4 years of seniority in the firm (mean), living in a region (Nuts3) with 40% fixed-term contracts and an unemployment rate of 16%, living in a region (Nuts3) with a 10%-25% ratio of 0-2 year kindergarten places. The reference region (Nuts2) and period of reference are Andalusia and 2001, respectively. Log pseudolikelihood = -12647.589 *Statistically significant at the .10 level **at the .05 level ***at the .01 level The regressions include a constant term, 3 dummies for industry, 16 regional dummies and 3 dummies for period (a) Measured at regional level (provinces, Nuts3) for women aged 20-44 (b) Measured at regional level (provinces, Nuts3) from Ministry of Education (www.mec.es) (c) Reference group in the marginal effects calculations: No children, married, no grandparents in the household, partner's estimated earnings €15,000-€25,000, partner working in the same province of residence and under 40 hours per week, 25-29 years old, secondary studies, low-income occupation, private sector employee, working in service sector, 7.4 years of seniority in the firm (mean), living in a region (Nuts3) with 40% fixed-term contracts and an unemployment rate of 16%, living in a region (Nuts3) with a 10%-25% ratio of 0-2 year kindergarten places. The reference region (Nuts2) and period of reference are Andalusia and 2001, respectively. 
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